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TRAINING THE TRAINERS

The MuItirhei Effect: A Model for Training Trainers

INTRODUCTION

'The Calliornia State college CDA training proje;:t k the only pilot
whose design called for an intensive training of held site ,tt-teivisors..
the California, Pennsylvania model ten cldssroom teacherQ and progr,en
edicational ditectors 1Vet., trained in hot:1 CDA and lield supervisica
competencies. ln the second phase of the project dlose people became the
field site supervisors for others. Bircanse of tht uniqueness ot the
multiplier effect Inodel, i.e., "t.iiiich orie teach olio the pilot lids gained
great deal of expertise in the area of field site supervision and has
confirtntul our ovvii belief that the quality of fit.tld site supervision is the
most significatit factor in the ttain:np expenitfnce of a CDA. Competent
field site supervisors an: eritic ii to tjuality CDA training.

The thrtY 111,1101- iltitillinptIOniti that undercjad the matetial repotted in
this booklet addiess the achit:vement of quality supervision. They are:

1 Trainers tend to train the way they've been traimtd. A natural
implication oi this assumption is that the training received by
trainers should be ;a model of the approach they themselves will he
asked to

2. When selecting field s:se supervirturs a program may be determining
success or failure for the erthre training effort. This assumption
speaks not only to the importance of the field site supervisors, but
also to the importance of the selection process.

3. Teachers are hettei left alone man me.ely tampered with by field
site supar visors. This speaks to the quality of supervision required to
make this trcininq meapingful. Some well-intentioned supervision
may be no more thdll superficial and thus ineffectual.

'NOTF . Throughout this booklet the terms trainer and f Lid site supervisor
will be used interchangeabh,.
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RATIONALE

From our t\ 1011'' 1 basic rationale for training trainers yds beer:
developed. Om assumption states that pee'ple tend to tIdIrl. Ito VVly

idle, is true of parents,' teachers, and ako
CDA f.eld site ,ahleiv.a.,ors. Pointed examples dlt' not difficult to,tnid. Ill
our 0510 reginn 1 10111 ill ,lIpt'Ivlsor who 'Ad:, Ill a Immanistically,
or wilted collei.r program is now succeeding in building llumamstic
e:lationship with Ma trainees. Other held site supervisors who
completed tradinleall couise based college program:, continue to approach
CDA training through I ii ii oi it 111,',111S. Altliough hayo urHilue
strengths, neither totalh, !neer, the onteria established for CDA training. A
vc,al need un the pail ot the held site superasor is to experience training
pjralleling the ,tyle ot uction to he implemented

CDA is 0 ii dcli ct CO111PetellCy-hdt.t'd for teachers. Similarly,
leld site stipar/isms need training based upon stated competencies. CDA

requires th.c 'ores, hool teachers have individualized training. Field site
scupliViull II have inde,edual m:eds and becomi: frustrated woh (1row)
experience:, which ,..a.rri't focus on individual ilolilrrlS. CDA gualelinas
have said th.:1 pret,chool ttcht.r, lId willIltelit mu. Dbviously field
site sunervisais \.vould greatly benefit Him corm eteor rijill of CDA
training.

The I dtiondI, (If tIdullilip ul1Ii it fm iii, SIT.'

A. Exo-rienrang competerim.r. based training

Tir ficld sit,' supervisor experiences 0 style of training paialleling the
competencybased approach that will he implemented. All training
Shet0ti he baser] on der e.'ed competencies. A process for gent rdting
these competencies is presented in detail further on. An individu-
L:Ii..ed analysis Of needs should form the has,s u.if the training plan.
Competence achievement should be documented. The field site
supervisor should experience personalized counseling which models
the approact s he should provide to trainees.

B. ,A,,,i.quiring supervision competencies

ludividual field site supervisors shouid be involved in ,a..,sussing their
supervision competencies. An emphasis should no placed upon a

p;.oblem-solving cycle which eliminates barriers ccmpetence.
From this process emerges an individualized traiiiing i:lan for the

development of specific competencaes.

A list of supervisicn role funCtions and tasks developtio hy California
State College is included in t1-1:- booklet These form the h.sis for our
derived supervision competen-,.:s. Since the role definition adopted by all
progiams will vary, a process for generating unique competLncies from a
list of tasks is outlined here.
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A Process fur GeneratingJob-Related Competencies

1. Task Analysis

nd Product: A complete set of tasks required by a wed ic job,
organwe'd and col isolidatrd under inajor job fiji il:n(1ns.

2. Self Assessment of Tasks

Erld Product.. 5 f scores indicating rrrfn:teri: ri dealing vjith t,kk.
personal ,,'alue of task, and impact o task no overall job pet for mance.

3. Counseling Session

End Product: Selection of task(s) which form the basis of tht= mimi
training plan.

4. Brainstor Ming Sessium

End Product: Set of competencies i. skilk and kihra.dadge; ri-ceal v
to per tol M selected t,isks.

5. ProblemSoknng Sessioms .

End Product: A nek.:onal training plan based on those competencies
which ate presently n in leis to slICIcess,fld taSk per fornrsuick:.

Above five steps relm:ated many times with all participants of training effort.

G. Clustering of all Competencies

Eid Product: A set of competencies needed to perioim a lob orgaplied
such that those which are related are clustered togeth'er under
competency areas.

7. Evaluation

End Product: Assembled evidence indicating shethei or not all
competencies are appropriate to the role definition.

Trainer Functions and Tasks

The following trainer functions apply to field site supervisors in
compfftency-based training _programs q.ich as ODA. Following each
function is a list of .tasks related to the function. These functions and tasks
inevitably reflect a specific philosophy of training, in this case that of the
California State College CDA Project. The field site supervision functions
and tasks are:

3



I A field site supervisor Orients the trainee to the child care cen..:- and to
the CDA training program.

A. Orientation to the chili c31 e center
1. Introduce the trjr?e to the established philosophv and goals of

the center.

2. Introduce the trainee to the daily i;chedule, routines, anti rules of
We c!enter.

3. Clarify the functions and expectations for all staff in thu center,
including the trainee.

4. Engage the trainee in ongoing evaluation of the consistency of
program implernentation w the sta[ed philosophy and goals.

5. Orient the trainee to tht. bu.lding and materials.
6. Include the trainee in staff meetings.
7. Acquaint trainee with emergency procedures in the center.

B. Orientation t6'CDA training
1 Clearly define the commitment of t7aMee, center siift, nd CDA

program staff to each other.
2. Clearly explain how CDA training differs f rom traditional

training.
3. Explain the pioneering/experimental features of the 'CDA pro-

gram.

4. Clarify the relationship of the focus of the CDA training program
to the goals of the center.

5. Explain the competency statements in language understandable
to the trainee.

6 Provide the trainee \.vith information and materials on the CDA
training effort.

II A field situ supervisor provides ongoing assessment and documentation
of a trainee's competence.

A. Observation of the trainee

1. Focus observaticn on a single competency statement or a few at a
time.

2. Inform the trainee in advance of the focus of your observation.

3. Ihvolve the trainee.in the creation or election of an appropriate
observation guide foCused on specific behavioral indicators of
competence.

4. Keep a record of those observation guides which most success-
fully provided useful information.

5. Use video-tapes TO alloWfor self-observation.

B. Documentation
1. Develop a portfolio for each trainee in which records will be kept.
2. Involve various people in contributing to the portfolio.

9



3. Use observation guides aid products of the tr a.riLe as documen-
tation.

4. Clearly indicate the competency and behavioral obj'ctive that an
observation guide or product is dom,mentirry.

5. Pi-ovide overall profiles arid summaries on the trainee's prJgress.
6. Involve the trainee in self-assessment procedures that document

her/his own perci ption of competence.

A field site supervisor designs aild implement:: ad individualized train-
ing plan with the trainee.

A. Problem-Solving

1. Build, the individual training plan around ja oblem dl,?as and/or
areas of strong interest iwd value to the trainee,

2. Probe to determine what specific bwriers ex. ,re,,writing the
trai.nee from demonstrating a competency.

3. Write behavioral c*ctives which would enable toe trainee to
remove barriers to competence.

4. Provide alternative learning strategies which are directly relateo to
improving the quality of life of the children arid parents being
served.

5. Allow trainee to choose personalized strategies for meeting the
stated objectives from alternatives.

6. Clearly establish with the trainee the criteria for an icceptahle
performance in meeting the stated objectives.

7. Clarify for the trainee the purpose behind every task.
8. Keep a record of those training strategies which effectively

brought about the desired chang in Oehavior,
9. Provide other alternatives for those strategies which do not

succeed in changing behavior.

10. Assist trainee in develOping rationale and strategies for long-ter m
application of competency.

B. Education Encounters

1. Orient the trainee to professional meetings and programs.

2. Include trainee in small group sessions and workshops.
3. Hell iinee develop communication skills needed for advanced

tra

4. Include trainee in some home visits, parent conferences, and
parent meetings.

5. Introduce trainee to professional publications, often suggesting
specific articles.

6. Introduce trainee to the community,

5
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C. Integration of academic and field experiences

1. Provide information to the project cooidinator ahout the rhieds
of the trainee and the needs of the center that would be relevant
to setting ucourse wOrk.

2. Focus trairn?e's attention on observing chrldrtnis behavior in
many dimensions.

3. Verbalize how what k happening in the classroom relates to child
development them y.

4. Encourage train0C to question practices Hi ight ot theory or vice
,verso.

5.. Point out ii advance error to be avoided and corrmlon
false assumpt:ons:

IV. A 'itild site supervisor models competent behavior for the trainee.

A. Share with trainee plans for own continuation of professional g'rowth.

B. Model the role of learner as well as supervisor:

C. Demonstrate CDA competencies.

D. Point -Out 'the behavior of children ds consequence of OM; teaching
strategy as opposed to another.

E. Clarify long-term tif fects on children dS (at, wIt:
teaching strategy as opposed to another.

F. Work alongside trainee to provide anotIn?r view Of tt?aching.

Cr. Provide alternative models of competent teaching through films,
,'Ideo tapes, field trips, etc.

V. A field 'ite supervisor provides professional counseling, according to
individual trainee needs.

A. Clarity values of tiainee
1. Help trainee to describe llerThis own ph ,sooh} goals and

assumptions about 'children.

2. Help trainee (jetermine herhis own set of classroom rules and
IOU

3 Allow trainee Opportunities to exPetiment with new ideas, even
though they are not amiliar or consistent \with your a)proach.

4. Provide strategies and dkcussion that will allow trainee to clarify
herThis professional goals.

5. Opintly discuss different value systems existing ri the center and
the profession and how these dif ferences might be accommodated.

6. Help trainer to evaluate whether s .he is acting consistently on
her /his behefs and valucs concerning children.

B. Affirm the wor th of trained
1. Seek the trainee's perceptions and inter pt Litations In daily

6



evaluation and 1. j session.

2. Allow the trainee the Opportunity to hamlle classronm episodes,
providing support but not interference.

3. Be open to suggestions, concerns and criticisms from trainee.

4. Show resPect for the feelinc,s and ideas of the trainee, i!vefl when
you don't agree with them.

Assume good motives behind the trainee's behavior, even when
the behavior is inappropriate.

G. Set realistic expectations for the traniee On the basis oilier 'his
stage of development.

7. 1.1_se pdnciples of encouragernelit and positiv reinforcement
through specific i.fnd selective praise.

8. Givir trainee recognition for '.nd Inake use of the strengths
achieved. competencies, positive values arid attitudes sThe .riready
possesses.

9 Actively listen to the trainee.
O. Take int° i.ICCialf1T a trainee's priorities fin, tiiirnilll

C. Provide feedback to trainee on ta-ogress

1. Help trainee analyze self on video tape.

2. R f..e,n.orce competent behaviors first, then deal v-vith ar eeas nodurg
improvement.

3. Of mer alternative patterns of behavior when inappropriate patterns
exist.

4. Discuss'in conferences critical incidents as they arise.

5. Provide opportunity for trainee to evaluate her -his own perform-
ance before making suggestions.

G. Inquire to find out trainee'., r.asons for behaving as sThe did, On
goals sThe hoped to achieve.

7. ,Depersonalize critical feedback.

8. Conduct regularly scheduled conferences with trainee.

VI. A field site Aipervisor provides resources to assist trainee in gaining
competence. -r

A. Provide learning resource center.

Refer trainee to resource persons who might help trainee in
developing competency.

C. Make suggestions for change indirectly by using media related to
that competency.

D. Refer to authorities-in early childhood development and education.

E. Involve c.ommunity resource specialists as the need arises.

F. Guide trainee to appropriate resources for her/his reading and
professjonal

G, Train candidate to operate video-tape equipment.

:i 9 7



TRAINING TOWARD QUALITY SUPERVISION

In speaking of the supervision of classroom teachers, Cogan made the

statement, "Teachers are better left alone than simply tampered with."'
This is a strong statement which certainly challenges what I believe to be a

commonly held myth. The myth is that intervention is always helpful; at

least it cannot harm anything. Especially in the area of helping

relationships, there is a tendency to believe that warm sincerity quickly

issued is enough to help someone.

Perhaps the widespread belief in this myth is the reason why helpers
intervening on behalf of others become careless at times ot tinur ()MI
professionalism. Perhaps it is this myth that is also at the heart of
organizational decisions to save money by increasing the ratio of trainees

to supervisors or by eliminating the expense of training siapervisors.

But if the facts were examined, many cases could be cited where
intervention was riot helpful, and indeed was harmful. It can be assumed
that every relationship, every contact, has some effect. Furthermore, there

is much evidence to/document the fact that effects are cumulative.
Therefore, failures are cumulative, Repeated failures to be helped make
(mu les:, and less open to future help. This being the case, teachers in
twining such as CDA candidates i_rre indeed better left alone than simply

tampered with. Therefore, the professional helper, such <IS a field site
supervisor, should Ire trained in order to increase the likelihood of positive
outcomes from her/his interventiow

What does it take to intervene in cl meaningful, helpful way in the lives

of others? I believe it takes, first of all, a great deal of time. Much of this
time needs to be spent on a onkto-one basis so Mete Call dravelop the

comfortable, non-threatening relationship dial makes helping possible.

Because time costs money, there must also he a COMITlit Client of financial

resource. But more than that, positive intervention requires highly

developed skills on the par t of the intervenor: intinachon skilk,

problermsolving skills, supervisoly skills, and specialized skills. It also

means an understanding of one's self. The ef fective helper under '-,tapik rrs

abilities, predispositions, and limitations. Knowing himself, he consistently
makes the ethical decision to stay within hk range of competence. Many

things could be added to.the list of merits such us knowledge,
understanding, chiar values, and a rfnilr,nl von which to lia,u and ti,st
decisions.

Carl Rogers in his book, On Becoming a Person, fr,ts lcoyhroed dpollner

tuquilement for the et fective inteivenor. He disCussed thr: predisposition

of most of us to immedhstely and (:ontinually Make judgments about

another person. To Rogers It is imperative for the helper to pi imairly seek
to understand rather than judge another. Undeistanding ThIllugh

effective listening arid objective observing,

Robert Carkhuf, f, an author and oisearcher in the area of the helping

rolationship, has pointed out another nequirement for the el fentive

intervenor. Carkhuff values tm c! helper the ilmility and willingness to make

a great energy cummitmi:nt. He believes such a commitment is nticessai y if

one is to avoid easy short cuts and is to choose instead the disciplined and

systematic intervention that brings positive results.

1 3
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Teachers end the children they micn should not he tampered with. But
neither should they he left alone. The., deserve the competent professional
intervention which facilitates positive growth changes. Therefore, there
must he time, money, end energy comunitted to thairgng qualtty CDA field
site suf )ervisors.

f\lost of the training of the field site supervisor should be directed
toward the ettainment of specific competencies generated on tho basis of 0
specific role definition. However, I have come to the conclusion that
regardless of the philosophy or trainer role definition adopted hy ahy CDA
program, in older for quality field site supervision to he reality, field site
supervisors should receive direct human relations training. At one time I

could only defend that position thr ough instinct and experience. At this
time I present 0 crincel exemiiietion of the implications of dirt ct human

,ations ti..nning tot held supervisors fiesed on a review or curium
research.

'Morns L. Coqa,, !r!I Ca Sup!' ry sin!! uillren Mona, C.nreo.rnv,
19731 p. 15

96
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Human Relations and Interaction Skills:

A Critical Examination of the Implications of

Direct HunL. Relations Training for Field Supervisors
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There is some research to indicate that the interpersonal skills of a

participant may affect bra oott., me of such sensitive negotiations. David
Johnson studied three interperserh:l variables in a negotiation situation:
warmth of interaction, accuracy of inderstandnrg, and the proposal of
COInpronlises,

Johnson \yolked win, three hypotheses: 1. ". , . that iiccuracy of
understanding, compared dr inaccuracy of understanding, will result in
the conviction that one ! been clearly heard and understood, thus
reducing defensive adherence to one's point of view and reducing feelings
of being threatened, and thereby insulting in a willingness to reach an
agreement in negotiations 2. It is hypothesized that the expression of
warmth, comrnared to the iixpression of coldness, will result kr more
favorable attitudes toward actor ... 3. Assuming that proposing a

compromise signals cooperative intent and increases the cooperative forces
in the situation,. it is hypothesized that mort-i agf eenlents will be reached
iNnen compromises are proposed than when they are not."3

Johnson trained "confederates- to be able to do a role reversal so upon
instructions they could express w ninth or coldness, ,iccuracy or inac
curacy, d Series of compromises or ,10 compromise. Judges vvere used to
identify the cuirect condition. Behai,ioral definitions were given to tire
v 'Jr

Initial phase of the experimental procedure, group members were
oriented to some negotiations arid built commitment to a group position
on an issue. The success of this phase was substantiated fry ti questionnaire.
In the second phase the group members negotiated with members of a
second group (the confederates).

Participating a the experiment were 128 volonteer college students
who were randomly assigned to tine conditions. The results substantiated
the hypotheses. For instance, in conditions of accuracy of understanding
more agreements were reached (p - .05), the participants felt significantly
more understood (p .01), and trusted the confederates significarithr more
(p .05). In conditions of warmoi the confederates were viewed as rnore
understanding (p .05), more trusted (p .01), and more cooperative (p
.01). In the condition of of feting a series of compromises the confederates
were trusted significantly less (p .05), hut felt to be MOrt! cooperative (p
- .05). More agreements were reached in this condition as hypothesized (p

.01).

It would appear from this study that to the extent that one wishes to
negotiate compiomises and influence a chi-nate of cooperation, he may
benefit frorn skill kr demonstrating 'accuracy of understanding, warmth,
and the ability to offer compromises.

1 6
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TEACHERS' INTERPERSONAL COMPETENCE AS IT
AFFECTS PUPIL ACHIEVEM:NT

Even if supervisor's high f unctioning in human relation skills vr././rild
,rnable the supervistru, the teacher, to increaire interpersonal competence,
the question still rerrains as to !row this !night Uenetit students.

In Hefele's study with critic: teachers and teachers in training, the ef fect
on the pupils was also examined. His hypothesis was that the quality of
interpersonal processes Occurring in the classroom could relate positively
to pupil achievement. /

His study used college supervisors to make judgments about the levels
raf pupil involvement ill Cla`;tilOorll learning. Rateleiate reliability figures
ocirqiid friolP .75 to .92. Grade ttirisfiiiil unrrms rorn the California Achieve
merit Test were also used. There were 99 children involved.

The teacher level of funr:tioning predictors was found to relate
significantly to the group of ten achievement measures (p< .0001). It \..vai;
COncludOd that reading achievement was definitely related in a Sitplifi
candy positive direction.

Aspy also cfrIa'crid reading achrevirment to the teacher's interpersonal
functioning. Aspy selected teachers with high low levels of emotional
and interpersonal skills. He found that pupils of teachers of tering high
levels of empathy, warmth and genuineness demonstrated significantly
greater gains in reading achievement than students of low )unctioning
teachers.

Truax anti Tatum studitid the relationship betWeen the human relation
skills of empathic: understanding, unconditional positive regard, and
genuineness to children's school adjustment. Twenty preschool children in
one laboratory school were assessed on three levels of adjustment: 1.
adjustment to preschool, 2. adjustment in ti.racher and 3. adjustment to
ricers.

The results indicated thin the frequency of interaction was 5ignificant
for adjustment to schoral and teacher but not for adjustment to peers Ip
.05/. Empathy was found tic be significant for all three types Gf
adjustment (p .05). Positive regard was significant Ip .05) hut
genuineness \Nati riot,

1. 8
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Improving Interpersonal Functioning Throtigh
Direct Human Relations Training

For Field Site Supervisors

THE POTENTIAL FOR IMPROVING INTERPERSONAL
COMPETENCE THROUGH ENCOUNTER GROUPS

I have reported some evidence which tends to indicate that f wld

supervisors can make an impact upon the quality of education through
their interpersonal competence. At this point it is perhaps beneficial to
investigate if this competence can be developed through direct human
riIjttoris training.

Encounter groups of varying typ s are one of the most widely known
and experienced methods for direct human relations training. But several
pieces of recent research raise serious questions about their effectiveness in
changilg behavior rather than merely attitudes. Since it is the development
of competent interpersonal behavior that is being investigated, these
studies are worth consideration.

Lieberman, YaIom arid Miles assessed the impact of eigh tUefl encounter
groups representing fen approaches to personal change. Two hundred nine
college undergraduate volunteers were randomly assigned to the eighteen
groups. A control group ot sixty-nine persons wits used.

Many change indices were used, three of which relate to human
relations: 1. interpersonal constructs, 2. interpersonal orientation, and 3.
interpersonal styles. There were also rnany sources of datil: 1. pre and post
tests, 2. leader ratings, 3. self ratings, 4. peer group ratings of in-group
behavior, and E. external "social network" judgments of change. Observers
were also systematically rotatedto assess group conditions.

The basic question asked was, "In what ways and to what degree do
_encounter groups change individuals?" Individual outcome measures were
collected prior to the group immediately after the group, and six months
later. It lvas interesting to note that the sixteen group leaders used were all
highly experienced and several had national rep1Jtations,8

The results indicated that in the self-ratings, 61", reported that their
particular group had changed them in a positive way. These self-ratings
significantly differed from the controk on a number of behaviors,
clustering in the areas of increased understanding of inner feelings and,
increased sensitivity to others. These favorable judgments dropped
considerably aftei six months, however.

There were no significant differences orr behavior changes between
experimental and control groups as judged by members of the social
network. Many of the change measures did not show major differences
between participants and controls, especially Ifl the interpersonal areas.

The cumulative index of 2h0nye revealed that one.third of those who
parbcipated in the groups benefited from them; a little over one-third
remained unchanged; and the remainder experienced some form of
negative change. The most disturbing hnding of all was that after several
months 9 4 per cent of the participants showed evidence of enduring
psychological harm. The researchers considered this a conservative

est ma te.
9
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A STRUCTURED APPROACH TO HUMAN RELATIONS TRAINING
AS AN ALTERNATIVE TO ENCOUNTER GROUPS

Encounter groups as a technique for human relations training for the
most part are operated with a low degree of structure. The nonstructuied
learning environment is believed to generate o Isigh degree of ambiguity
which would presumably generate emotional involvement of participants
and true representation of each rwrson's unique style of interpersonal
functioning." An alternative to this approach is training wllich is

structured.

Levin and Kurtz experimen:ally manipulated the riegree of structure in
human relations training of groups and studied the effect!: upon
participants' perceptions of the group experience. The same group leaders
were used in both experimental conditions. A grou opinion questinnnaire
was used to measure the dimensions of ego involvement, selfperceived
personality changes and group Unity.

There were statistically significant differences found on the three
variables mentioned such as participants in structured groups reported
higher levels of ego involvement (p < .01), greater seltperceived
personality change (p< :05), and greater Derceived group unity (o< .01).

Archer and Kagan, however, in their comparison of structured and
limited structure training methods found no significant differences in self
perceptions. A subjective questionnaire given to students of both kinds of
training indic- ted that 93`'i) of the students falt they had improved their
interpersonal, skills to some degree. However, these researchers did find
significant efifferences in interpersonal communication skills as measured
by an empathy tests, a self actualization inventory and peer relationship
ratings in favor of the structurui groups (p<.05).

Interpersonal communication skills training groups using an interper
sonalpro_ces.;-recall videotape feedback training model were compared
with groups using a limited structure encounter group model and with no
treatment control groups.

Carkhuff designed an integrated didactic, modeling, and experiential
training approach to human relations skills which has set ved as an
alternative to encounter groups.12 Car khuff's system was used in several
research studies and found to be effective for training both large and small
groups to function at or above milliMurn facilitative levels.13

Butler and Hansen used Carkhuff's approach to training in order to
investig te these hypotheses: "a. whether counselors initially rated as
being either moderate or low in facilitative functioning experience
differential effects from training, b. whether mean le'vel of functioning of
each group at the end of training persists over time

The subjects were first-year graduate students in counseling. A random
sample was made of forty pre-rated moderate-level and lowdevel counse
lors. The results confirmed previous research indicating levels of facilita-
tion can be increased. Prerated moderates gained 'note skill from the
training than low-level counselors. Post training levels of funetioning weie
maintained by both groups throughout a fourweek latency period.
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CONCLUSION
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RECRUITMENT AND SELECTION OF
FIELD SITE SUPERVISORS

There is probably no other single factor more important to the
effectiveness of a competency-based training program than the field site
supervVors employed by the program. Sut training alone is not the ansNer.
The recr dtmenf, and selection oi field site supervisors is ni itself a very
important process, worthy of much time arid consideration. Theft: arespecial traits and commitments renuired by such a training effort that
dictate the criteria for selection.

The following Orocedure was followed in recruiting and selecting a
'group of ten preschool teachers in Western Pennsylvania 'who were to befir'st CDA trainees themselves and then fit2ld site supervisors to a-second
generation of trainees.

TASRI I: NOTIFICATION TO ALL ELIGIBLE
PRESCHOOL PROGRAMS

Information and application lorms were distributed to all Head Start
and Day Care Program Directors in tnr vographic area. All application
forms required the signature of . a program administrator who was
sponsoring the applicant. Involvement and support of a prograM director
was viewed 'as critical tor the success of a style of training emphasizing
field site supervision.

TASK GROUP INTERVIEW

All applicants were invited to attend .one of two group meetings at
California State College. These meetings had several purposes. The first
was to provide enough information to applicants to allow them to
realistically decide if this training style was what they were expecting and
wanting. The picture wes presented honestly and realistically so that no
false hopes were encouraged. Applicants could get all their questions
answered. Some did decide to withdraw once they understood what was
involved. Also, explaining the program in a group setting allowed other
issues to be given more time in the individual interviews.later

Through structured gioup discussion techniques a second purpose wasfulfilled at this meeting. The selection committee was able to make
decisions about which people appeared to have potential for becoming
CDA field site supervisors. The committee decided to eliminate those
applicants whose values for children were in strong conflict with the CDA
competencies. For example,.some strong feelings against parents and their
involvement in preschool programs surfaced Assertivness in the group
discussion was also measured because CDA trCining requires all assertive,
self-directive person who can also listen to the ideas of others. Candidates
were sought who made non-judgmental, non-threatening responses indica-
tive of one who is open to learning from others. The committee was also
able to discern those candidates who were able to deal with issues
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theoretically as well as practically. It was felt by the committee that a field

site supervisor must be able to articulate ideas as well as demonstrate

competence through behavior.
However., thk group procedure alone would not 6-aye led to the best

selection of trainees. A visit to the,applicant's center gave an entirely new

perspective,

TASK HI: CENTER OBSERVATION AND PERSONAL INTERVIEW

The CDA Coordinator visited at the centers of approximately half of

the original group of applicants. In addition to observing the classroorn

set-up, this afforded an opportunity to observe the applicant intcracting
with children and other adults. The applicants had ready a folder of
materials such as daily schedule, lesson plans, educational plans, children's

records, etc. The sophistication of the program, and to some extent :he

applicant, was reflected in these documents. Part of the agenda of this visit

to the applicant's center was an individual interview with the applicant. At

this time an attempt was made to understand the applicant's educational

attitudes and goals. Time commitments were also discussed. Responsibili-

ties of a CDA trainee were explained in detail.
This classroom visit and personal interview giwe a good indication of

the teacher's current level of teaching cornpetence. Attitudes .of the

candidates also came to light. Some becarne uncomfortable with the
experimental, developmental nature of the project. Others were excited
about the possibility of helping to shape a new style of training. Some felt

they themselves were not in need of training in the CDA competencies

before they became field site supervisors. These people were deselected

because of the multiplier effect built into the project design. Some were

unwilling to_make the time and energy commitments required.

TASK IV: SCREENING BY SELECTION COMMITTEE

A selection committee reviewed all the information assembled through

the group interview and center visit. They selected the original group of
CDA trainees who were to be trained as future -field site supervisors.

Howeytr, it was understood *at both the trainee and his prograrn
suPervisor must he willing to make commitments in the form of an
agreement or contract before final enrollment in the program.

TASK V: DESIGNiNG OF A CONTRACT

A meeting was held with the applicant, prograrn administrator and

representatives from the training institution. Commitments, guarantees,

goals, and limitations were articulated by each person involved. If it

became clear that a program administrator would not support the trainee

with some release time or would not allow college trainers in the

classroom, the candidate was deselected.

2 7
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By the end of this recruitnlent and selection process the trainee already
had a clear understanding of what was expected of her:Ilim and what s,he
could expect from CDA training. Because of this clarity there were no
incidents of disillusionment, disappointments, serious misunderstandings,
Or premature expectations of d credential. Everyone cookl go about the
job of working toward the goals that had !leen estably.1,r1.

CALIFORNIA STATE COLLEGE SELECTION PROCESS
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